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Diverstty, Faquity&nlincluston arDQE: NationaklLabs

A 1In 2015, the DOE Office of Science began to take a closer look at the policies and requirements of its
DOE national laboratories for fostering diverse and inclusive research environments, as well as policie
and procedures for prohibiting discrimination and harassment.

A The DOE laboratories are required under their Management & Operating (M&O) Contracts to have in
LI I OS aAYyY20FGABS &GN 0S3IASEA FT2NI AYONBFaAy3a 2
RADSNES 92N] F2NDOSZ¢ AyOftdzZRAY3I LINRPY2(GAYy3d RAOS
ACKS O2YyiUNFOU2NXa& ©2NJ] F2NDS
A Educational outreach

r

A Community involvement
A Subcontracting and technology transfer

A The DOE labs must also meet the requirements set forth in civil rights laws regarding the prohibition o
discrimination and harassment and preventing hostile work environments.

A Up umtil that time, coversight ofithese: requirements: wereslargeynmanaged bythelSGIfederafisite offices
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A Since 2006, SC leadership has engaged its 10 DOE labs in annual laboratory plgnnipgv(ALP) process
GKSNBoe {/ Qa aSyAz2NJ YIYylI3ISYSyd NBOYASHESR GUKS ¢
Infrastructure needs and human resources. A recognized best practice in DOE.

A In 2016, borrowing a page from SC ALP playbook, SC established a process for an SC Hedsftjuarters
FyydzZ f S@OFftdzr A2y 2F GKS 102N aG2NASAQ STT2NIL
A In October 2016, the former SC Director issued a memo to the 10 SC laboratories describing:

1. The steps SC would take to establish uniform guidance for SC laboratories to communicate their DEI
strategies to SC, and how SC would review and provide feedback on their strategies, and

2. A new requirement for the SC laboratories to publically post their workforce demographic data on their
public websites, and update the data annually. (Due by April 2017.)

A The Labs were invited to provide feedback on the SC guidance before it was issued in final form.
A The National Laboratory Directors Council (NLDC) came up with a common set of job categories acro:
the DOE lab complex that the labs would use to report demographic information in a consistent manne
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I Nely 8 Grocsd for ReNB & SCaads’ DFIZINIsw S

This new process started a shift in oversight from compliance to requiring actionable strategies.

A SC guidance to the 10 labs provided a common set topics the labs should address in their DEI Stratec
AYyOf dzZRAY3I RSAONAOGAY3I UKSANI aasSaaysSyida 2F (GKS
responsibilities, planned actionsieasuresof progress anéccomplishments, and workforce data.
ASOv NBOASga 27T qifcl8ding Pragi@r® Officé IbbdeaisBidldvé Beview (Associate
Directors), and provides detailed feedback to the contractor leadership througlarson meetings with

SC senior management and detailed written feedback.

A After three years of this process, SC decided to commence an external peer review of experts to evalt
0KS f I 02N (O 2Tharéidgwocchirged in ISo¥efmBeN2DEO@Nnd SC is finalizing its official
feedback to each of the 10 laboratories.

A The laboratories will be required to address the findifrgsn the peer review as part of their FY 2020
and FY 2021 contractor performance plans.
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Emerging DElrBroansing:Practices @t DOE Labs

A few examples in areas critidal institutional leadership in DEI
Leadership and accountability

A Strong commitment by leadership to fostering a culture of diversity, equity, and inclusion at the laborat
IS demonstrated through visible policies and actions, including personal statements, regular meetings
fF0o2NrG2NE &a0FFF G2 oominen.A OF S (0KS fF 062N a2N

A Diversity, equity, and inclusion are communicatedastralto advancing science and innovation, not an
Gl RRFZ¢é YR y20G 0o2dzi O2YLX Al yOS®

A The laboratory understands its DEI challenges by collecting input through multiple mechanisms to get
views and experiences of employees, visiting scientists, users, and students.

A LaboratoryDEI goals and strategies are ddiiven.Laboratories embrace a scientific approach to
evaluating the effectiveness of their actions based on clear measures of success and data.

A[ SIF RSNEKALI Aa KSft R I OnEyoas thiough severdl 2ndichainignts, including NJ
incorporating DEI goaisto performance appraisals with clear standardsdaaluation.
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EmergingODEIPromising:Practices @t DS 2tY) (i

A few examples in areas critical fiiversehiring and retention
Recruiting andHiring practices

A Openly posting and competing all laboratory positions, including postdoc positions. Screening all job
postings for gender biased language using reputable commercial software programs.

A Usingdiverse hiringpanels who review applications and conduct interviews.

A Management oversight anekviewof the diversity of candidate pools before commencing with interview:
¢ and reopening announcement and recruiting if the candidate pools are not diverse

A Requiring quality diversity and implicit bias awareness and mitigation training of all hiring panel memt
and hiring managers. Anéfresher trainingon a regular basis

r

A Using a standard set of interview questions for all candidate interviews.

A Leadership oversight of hirimgcommendations (on@ver-one review of selection decisions). Leadership
IS provided the diversity data for applicants and interviewees at each stage in a hiring process.
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Professional and leadership development opportunities for employees

r

A Providing mentorshippportunitiesfor existing employees in all stages of their careers, consistentawith
definedmentorshipstrategy.

A Mentoring responsibilities are approached with intentionality, use evideHruzased practices, and set
expectations for mentors and mentees. Professional development on effective mentorship and evider
based tools and strategies are available to mentors and mentees.

A Paring leadership with managers and supervisors for leadernsaigoring.

A Ensuring processes for selecting employees for leadership development programs, including speakin
opportunities, are fair and transparent, with attention paid to equitable decision making based on dat:

when making recommendations
A Considering allowing seffomination processes for certain professional development opportunities.

A Ensuring clear, objective criteria are used for assessing employees for promotion decision, taking intc
consideration institutional data on who has had access to opportunities.
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Fostering inclusive research environments

A The laboratory understandss DEIchallenges, particularly the laboratory cultut®y; collecting input through
multiple mechanisms to get the views and experiences of employees, visiting scientists, usstagdants
(climate surveys, focus groups, D&l councils, exit surveys).

A The laboratory has policies, procedures, mechanisms, and networks in place to support the needs of a diverse
workforce,andsenior managers and supervisors are supportive of their use:

A Family friendly benefits and policies (flexible work schedules, telework, paid family leave)
A Employee Resource Groups (women, early career, race/ethnic minority group, LGTBQ+, veterans)

A The laboratory has a zero tolerance posture towards discriminatory, harassing, and unprofessional behaviors, :
this message is reinforced at all levels.

A Employees, users, visitors and, students have multiple options to report an issue or seek advice and are
encouraged to speak up.

Al Gl SN2 G2t SNIYyOS¢ LIRaddz2NBE YSIya Y2NB (0KIFy 2dzai
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DOENNationaldkabs \Workferce rbemaographic: Datd 1)

https://nationallabs.org/staff/diversity/ (NLDC Website
CHANGE DATA VIEW:

s

ALL JOBS
WOMEN UNDER-REPRESENTED MINORITIES OTHER PEOPLE OF COLOR

Hﬂﬁﬁ\ 18.81% 10.16%

U.5. DEPARTMENT OF | Off ¢ Links to SC Lal§som: https://science.osti.gov/s@/Researckand-ConductPolicies/Diversity
ENERGY S _'Ce e Equityand-nclusion/DiversityEquity-and-inclusionat-the-DOENationatLaboratories
cience



https://science.osti.gov/sc-2/Research-and-Conduct-Policies/Diversity-Equity-and-Inclusion/Diversity-Equity-and-Inclusion-at-the-DOE-National-Laboratories

DOEL Lalp BDemographicsraf Researeh/iechnical Management St

CHANGE DATA VIEW:

RESEARCH/TECHNICAL MANAGEMENT

RESEARGH/TECHNICAL MANAGEMENT (FIRST-LINE AND MID-LEVEL)

WOMEN UNDER-REPRESENTED MINORITIES OTHER PEOPLE OF COLOR
18.17% 8.39% 870%
U.S. DEPARTMENT OF Ofﬂce Of

ENERGY Science https://nationallabs.org/staff/diversity/ (NLDC Website 11




DOEl LabhW/erkforcecbemaoagraphics &l JobCategories

Senior Leadership
{Director/President, Deputy Director/Vice
President, Assodate Lab Director)

Research/Technical Management
(first-line and mid-level)
{Engineering Management, Research
Management, Technical Management)

Operations (or Research Support)
Management

(Business Management, Computer Systems,
Communications, ESHQ, Facilities Ops, HR,
Legal, Tech Transfer, Strategic Planning)

Technical Research Staff
{Mon-management: Researchers, Sdentists, or
Engineers)

Operations Support Staff
{Mon-management: support roles)

Post Doctoral
{Post-doc employees)

Graduate Student
{Funded by Lab}

Undergraduate Student
{Funded by Lab, do notinclude undergrad
student funded by DOE directly {i.e. SULIY)

Totals

265

4,552

2.963

21.698

25,905

2.699

2.541

3.113

63,736

66

827

1.122

4.014

10,602

659

746

1.244

19,280

24 91%

18.17%

37.87%

18.50%

40.93%

24 42%

29_36%

39.96%

30.25%

20

382

497

2,218

7426

233

382

829

11.987

f.55%

8.39%

16.77%

10.22%

28.67%

8.63%

15.03%

26.63%

18.81%

9

396

190

2.808

1.165

985

532

392

6,477

3.40%

8.70%

6. 41%

12.94%

4.50%

36.49%

20.94%

12.59%

10.16%

Includes: Laboratory recruited roles (includes roles waived from posting), postdoc employees, and students funded by the lab ([not DOE funded students)

Excludes: Unknown ethnicity and multi ethnicities
URM = Under Represented Minorities (e.g.: African American/Black, Hispanic/Latino, and American Indian/Alaskan Native)

OPC = Other People of Color |e.g.: Asian/Asian American and Pacific Islanders.

Includes data from all 17 national labs.

https://nationallabs.org/staff/diversity/ (NLDC Website
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A In 2018, the Office of Science initiated an internal review of its business practices to identify opportunit
to better promote diversity, equity, and inclusion in our award making and awards management proces:
and better communicate policies, practices, and procedures to our research community. SC establishe:

internal D&I Working Group to carry out this review.

Charge
A Assess what SC is currently doing to improve diversity, equity and inclusion.

A Identify opportunities for SC to demonstrate that diversity, equity, and inclusion are foundation to SC
business practices:

A Through its processes and procedures for research awards to universities and the DOE labs;
A Through its processes and procedures for Pl meetings, workshops, and advisory committees; and

A Through better outreach and communications (internally and with the SC research communities).
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|. Information Request on DEI in the 8 SC Program Office business practices, and analysis
I.5SSLI 5A0S Ayid2 {/ Qa LINFOGAOSa o0& (2LIAO I NBI
A Existing flexibilities within current financial assistances policies and regulations;
A Solicitation language, use of Letters of Intent and-ph@posals;

A Peer Review Processes (Proposals: e.g. reviewer selection process, proposal review processes, associated
programs manager and reviewer training, and resources/tools);

A Peer Review Processes (Performance reviews: S&T research reviews at DOE sites, and user facilities review:
A Workshops/Roundtables and Principal Investigator Meetings;
A FACAs and Subcommittees/COVs; and

A Notional implementation strategies.

Process for discussion of each topic area included

A Systematic review of current SC policies and procedures; existing practices of some SC programs offices; analys
outcomes from SGponsored equity workshops (20@809); COV recommendations (2012 to present); and known
policies and practices of other Federal agencies and institutions.

5(7977—"‘—‘16;,43 U.S. DEPARTMENT OF Offlce of

EN ERGY Science 14




SCrR&INWVorking rGrouRecommendatons

A 15 Recommendationsere generated fronthe working group in atiliscussion topiareas.
Each recommendation has multiple components and inclilkleslevelopment of resources
and tools, guidance anaining (e.g. for program managers, reviewers, etc.)

A CKS NBO2YYSYRIGA2Y& INBF FTAYSR |4 SyadzZNiy3
A Are supportive and inclusive of women and underrepresented minorities in STEM fields;
A Allow for more rigorous tracking of diversity applicants, awardees, and reviewers:

A Limit and mitigate implicit bias behaviors; and

A Encourage inclusive and professional behaviors in all SC spomstigties.

A The full recommendations report is with SC senior leadership for review and concurrence.
Upon approval, SC will reconstitute a working group focused on implementation.

A Communicationso the SC community will be a part of the rollout of any new policies and
procedures that SC implements.
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DOEPBolieesrProhtbitingsDiscrimination &dHarassme

ACSRSN}Yt OAOACT

regulations.
DOE has long had policies in place prohibiting
discrimination and harassment by institutions that

fund (at academic institutions, small businesses, ar
DOE national labs), and by employees.

To bring awareness to the SC research community
5h9Qa LI2fAOASA NBIIF NRAY,
discrimination and harassment, SC established a
gSo0arlsS UKIFIG O2z2yazfARL
procedures as they apply to recipients of financial
assistance (grants and cooperative agreements), D
national laboratory contract staff and laboratory
visitors, and DOE federal employees.

NAIKGa e
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DOE Policies Prohibiting Discri X
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QU a https://science.osti.gov/sc-2/Research-and-Conduct-Pc
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Home

Laboratories User Facilities Universities Science Features About

Programs

Funding

About Us | Organization | Leadership | Deputy Director for Science Programs | Research & Conduct Policies | Diversity, Equity & Inclusion
DOE Policies Prohibiting Discrimination & Harassment

SC Statement of Commitment DOE Policies Prohibiting Discrimination & Harassment

DOE Policies Prohibiting

Discrimination & Harassment The Department of Energy (DOE) Office of Science is strongly committed to upholding federal

laws and DOE policies, requlations, and procedures for the prevention of discrimination and
harassment. Discrimination and harassment undermine the Office of Science’s ability to achieve
its mission by reducing productivity, discouraging or inhibiting talent retention and career
advancement, and weakening the overall integrity of the Office of Science’s science and
innovation enterprise.

Harassment

How to Report a Complaint of
Discrimination or Harrassment

Diversity, Equity & Inclusion at . ) ) _ _ )
the DOE National Laboratories While the mechanisms for oversight and compliance with federal laws and DOE regulations may
vary for financial assistance recipients, DOE national laboratory contractors, and Federal
employees, all entities conducting business on behalf of DOE are strictly prohibited from
discriminatory behavior and harassment of any kind. Additional information on the policies and

regulations that apply by entity are provided below.

Q&As

Recipients of DOE Federal Financial Assistance
DOE National Laboratories
DOE Federal Employees

i

https://science.osti.qov/s@/Researckand-ConductPolicies/DiversiEquity-and-Inclusion

U.S. DEPARTMENT OF Office of

@ E N E RGY Science

Age Discrimination Act.

* e.g. 1964 Civil Rights Act; 1972 Education Amendments; 1973 Rehabilitation Act; 1975


https://science.osti.gov/sc-2/Research-and-Conduct-Policies/Diversity-Equity-and-Inclusion

DOEPRolietes-ProhtbitingsDiscimination & Harassme

Federal Civil Rights Laws

Einanctal ASSIStance

Relationship IRECTIDISNS
to DOE (Colleges; Universities,; Smal
BUSINESSES)

DOE National Labs

(M&© Contractor, visiting
scientists, students and users

Federal Offices
(DOE:Federal employees

Primarily
responsible for
upholding/laws =i %

and addressing Coordinator/@ifice

Awardee Institution: DOE ‘Lab Contracto
A HR, ECP
A M&O Title IX Cort

DOE «Office of Civil
Rights & Diversity

complaints

Federal-oversight : o Deptof Labor, Office U.S. Equal Employment
office and-alternatives-for DOE Cdiice 2f Civii of Federal Contract Opportunity

reporting complaints RGNS & DIVETSIty Compliance Programs Commission
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The DOE Office of Science (SC) is fully and unconditionally committed to fostering safe, diverse, equitable, and
AYOt dzaAdS @g2NJ Z NbaSlkNOKZ |yR FTdzyRAYy3d SYDJANRYYSYyua
X{/ Qa STFSOUALVS a40SslI NRaAKALI YR LINRBY2GA2Y 2F RAODSNA
of people, ideas, cultures, and educational backgrounds is foundational to delivering on our mission. Harnessing a

diverse range of views, expertise, and experiences drives scientific and technological innovation and enables the St
community to push the frontiers of scientific knowledge for the betterment of America's prosperity and security.

SBAA0ONAYAY I GA2Y YR KIENFYaayYSyid dzyRSNXYAYS {/ Qa oAt Al
or inhibiting talent retention and career advancement, and weakening the integrity of the SC enterprise overall. SC
does not tolerate discrimination or harassment of any kind, including sexual esearal harassment, bullying,
intimidation, violence, threats of violence, retaliation, or other disruptive behavior in the federal workplace,
including DOE field site offices, or at national laboratories, scientific user facilities, academic institutions, other
AYyaiagaddziAzya NBOS)\Q)\VEI {/ Fdzy RAy3IZ 2NJ 203KSNJ f 20 GA2

X SezyR AadadzsSa GKI YIFed NAAaS (G2 O0KS tS@St 2F € S3I
engaging in S€ponsored activities, to always conduct themselves in a manner that is respectful, ethical, and
LINE FSaaAz2ylftd ¢KAE NBYSHSR O2YYAUYSYd A& LINL 2F {/
policies, practices, and communications in furtherance of its core values and its mission.

For the full SC Statemenhttps://science.osti.gov/s@/Researckand-Conduct
Policies/DiversitnEquityand-Inclusion/S€Statementof-Commitment ‘
18
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https://science.osti.gov/sc-2/Research-and-Conduct-Policies/Diversity-Equity-and-Inclusion/SC-Statement-of-Commitment

SCccoordiuationwith DCRCRDand OSTP

DOE Office of Civil Rights and Diversity (OCRD) admimsdrpolicies, practices, and procedures
related internal civil rights (federal employgeand external civil rights (DOE grantees/Title [X).

DOE TitldX Oversight:

A OCRD and SC coordination on Title IX Oversight with counterparts at other Federal science
agencies (e.g. NSF, NASAme joint Title IX compliance reviews.

A OCRD coordination with Department of Education and Department of Justice.

Interagency Committees and Working Groups

A OSTP Director priority: Subcommittee on Safe and Inclusive Research Environments, under
NSTC Joint Committee.

A IWG on Inclusion in STEM, under the NSTC Committee on STEM Education.
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